A growing number of studies have shown that effective intra-organizational communication produces numerous benefits for the organization. It supports social interactions and fosters relationship-building between members at different levels of the organization (Kalla, 2005) , thus improving trust and rapport between subordinates and managers (Gavin and Mayer, 2005; Jo and Shim, 2005) . Transparent and open communication encourages employees to share intellectual and creative ideas to create value for the organization (Quirke, 2008) and increases their sense of belongingness and self-worth (Smidts, Pruyn and Van Riel, 2001 ). Other studies also found effective communication positively linked to employee engagement, performance, commitment, retention, productivity and satisfaction (Allen, 1992 
CSR and environmental barriers
Factors that impede effective communication are referred to as communication barriers and are classified into personal and environmental factors. CSR elements of environmental barriers relate to the characteristics and environmental settings of an organization, while personal barriers arise due to differences in individual personalities and how they interact with others. Both barriers hamper effective communication by blocking, disrupting, filtering or distorting the message during the process of encoding, sending and decoding (Guo and Sanchez, 2009 ).
Management style: Management style describes the set of values and beliefs guiding top managers in controlling operations and decision making. One of the earliest studies about management style was conducted by Lewin, Lippit și White (1939) and established three major management stylesautocratic, democratic and laissez-faire, depending on the management's attitude towards employee participation in decision making. Over the years, different management styles rise and fall in popularity, but Lewin, Lippit și White's theory continues to remain relevant.
Management approaches to communication manifest themselves in different forms and permeate the internal communication system of an organization in many ways (Tourish and Robson, 2006; Arklan, 2011; Whitworth, 2011) . Denning (2008) found that command-and-control communication approaches are increasingly failing and are unable to obtain positive responses from employees. Autocratic leaders (low employee participation) create an environment where information is largely top-down, with delays and problems in feedbacks while leaders with democratic tendency (high employee participation) promote open communication where information flow in all directions and feedbacks from employees are duly considered, leading to significant improvements in the quality of communication (Grunig, 1992; Tourish and Robson, 2006; Arklan, 2011; Jensen, 2014) .
Organizational structure: Organizational structure refers to how authority and responsibilities are allocated and work procedures carried out by organization members. There are many documented dimensions of organizational structurespecialization, centralization, formalization, complexity and configuration (Pugh et al., 1968; Hage, 1980 Workplace culture: Workplace culture refers to the system of shared beliefs, attitudes, values and assumptions governing behaviours of people in an organization (Fielding, 2006) , developed overtime in response to environmental problems and brought in by internal cohesion (Zait, 2002) . It is described as the foreground and background of an organization's communication system (Keyton, 2011) . Communicative phenomena in organizations are manifestations of complex configurations of deeply felt attitudes, beliefs and values (Brown and Starkey, 1994) . The common, unwritten understanding of what constitute acceptable and unacceptable behaviours helps condition employees' attitudes towards communication. Employees adjust their behaviours according to the norm in the organization -if the workplace culture is not conducive to constructive criticism, employees will stop providing such feedbacks over time (Carrison, 2010) . While managers may not actively suppress upward communication, the absence of encouragement for employees to voice dissent or relay bad news can also keep important development under wraps (Bielaszka-DuVernay, 2007). Brown and Starkey (1994) found that communication tends to be enhanced with an internally cooperative (rather than competitive), informal, caring and participative workplace culture.
Elements of CSR in supervisorsubordinate guanxi
Originating from the Chinese culture, guanxi describes the informal and personal relationship between two or more individuals, built on the basis of shared institutions and motivated by mutual interests (Chen and Chen, 2004 Contextual studies reveal that guanxi is crucial in transitional societies and institutions where decisions are made by a handful that have the power to punish and reward as they see fit (Smith et al., 2012) . Guanxi is also found to facilitate particularistic (flexible, situational) rather than universalistic (rigid, standard) organizational practices, where managers have more latitude in making decisions due to the absence of rules and enforcement of regulations (Zhang, Li and Harris, 2015) . In such situations, employees are motivated to form close relationships with those in power to seek career advancement and job security (Zhang, Li and Harris, 2015).
Materials and methods

Research framework and hypotheses
This paper seeks to examine how organizational environmental factors such as management style (management attitude towards employee participation in decision making), organizational structure (formalization) and workplace culture (healthiness) influence intra-organizational communication effectiveness. The moderating effect of supervisor -subordinate guanxi is also studied. The research framework is presented in Figure 1 . 
Sampling, questionnaire design and data collection
Convenience sampling is used due to the ease of execution, speed as well as cost effectiveness. To collect data, questionnaires were distributed both in hardcopies and online via Google Form. The questionnaire is divided into two sections:
• Section A collects information about respondents such as gender, age, ethnicity, job level, industry, company size and organization ownership using nominal and ordinal scales;
• Section B collects information about independent, moderator and dependent variables using interval scales where a series of statements are provided and respondents choose their answers from 5-point Likert scales (from "1= Strongly disagree" to "5 = Strongly agree").
Out of 200 hardcopy questionnaires distributed, 156 were completed and returned, translating to a response rate of 78%. Meanwhile, online questionnaires generated 118 completed responses, bringing the total number of completed questionnaires to 274. 
Selection of measurement scales
Data Analysis Techniques
Prior to performing the analysis, the data set has been screened and cleansed from errors. 
Results
Respondent profile
In total, there are 272 respondents for this study, out of which, as it can be noted from 
Normality test
Assessing the normality of data is important as many statistical tests are based on the assumption of normal distribution of scores. Besides histogram and boxplot, normality can also be assessed from skewness and kurtosis values. Skewness is a measure of asymmetry while kurtosis measures the peakness or flatness of distribution (Sekaran and Bougie, 2013) . Distribution of scores is normal when skewness and kurtosis values equal to zero. According to George and Mallery (2010) , skewness and kurtosis values of between -2 and +2 are acceptable in order to prove normal distribution. 
Reliability test
There are many dimensions to measure the reliability of an instrument -stability, test-retest reliability, parallel-form reliability, internal consistency and so on. In this study, the Cronbach's alpha coefficient (α) is used to measure internal consistency of scales as a measure of reliability.
Internal consistency indicates the extent to which items in a scale tap the same construct. As a rule of thumb, the Cronbach's alpha coefficient of a scale should be above 0.7 (DeVellis, 2012). Table 3 shows the results of reliability test for the scales of respective variables. All scales recorded a Cronbach's alpha coefficient higher than 0.7, indicating good internal consistency reliability. 
Correlation analysis
Correlation analysis is used to study the strength and direction of association between two variables. Pearson correlation coefficient (r) is most commonly used to measure correlation and can take on values from -1 to +1. A positive sign indicates that there is a positive correlation (when one variable increases, so does the other) while a negative sign indicates a negative correlation (when one variable increases, the other decreases). Meanwhile, the strength of relationship is indicated by the absolute size of the value. Cohen (1988) suggests the following guideline to interpret the strength of relationship: r = 0.1 to 0.29 (low correlation), r = 0.3 to 0.49 (medium correlation) and r = 0.5 to 0.99 (strong correlation). 
Hypothesis testing
Multiple regression is used to investigate the relationship between independent and dependent variables, as well as to check the effect of the moderator variable. For hypothesis testing, the first step is to examine the relationship between the individual independent and the dependent variables (H1, H2 and H3). Then, the moderator variable is added to determine if it moderates the relationship between the independent and dependent variables (H4, H5 and H6).
H1: Management attitude with a higher degree of employee participation in decision making results in more effective intra-organizational communication and the relationship is significant.
There is a strong positive correlation between management style (management attitude towards employee participation in decision making) and intra-organizational communication effectiveness (r = 0.726). 
H2: A low degree of formalization is positively related to intra-organizational communication effectiveness and the relationship is significant.
There is a strong positive correlation between organizational structure (formalization of structure) and intra-organizational communication effectiveness (r = 0.676). As presented in Table 5 -2 (Model 1), with an adjusted R² value of 0.456, the variable explains 45.6% of variability in intra-organizational communication effectiveness. Results show that organizational structure makes a significant contribution in predicting intra-organizational communication effectiveness (β = 0.676, p = 0.000). Therefore, hypothesis 2 is supported.
H3: The healthier the workplace culture, the higher the intra-organizational communication effectiveness and the relationship is significant.
There is a strong positive correlation between workplace culture (healthiness of culture) and intra-organizational communication effectiveness (r = 0.793). As presented in Table 5 -3 (Model 1), with an adjusted R² value of 0.628, the variable predicts 62.8% of variance in intra-organizational communication effectiveness. Workplace culture also makes a significant contribution to the prediction of intra-organizational communication effectiveness (β = 0.793, p = 0.000). Therefore, hypothesis 3 is supported.
H4: Supervisor -subordinate guanxi moderates the relationship between management attitude towards employee participation in decision making and intra-organizational communication effectiveness.
As illustrated in Table 5 -1, when only management style is regressed against intra-organizational communication effectiveness (Model 1), the adjusted R² value is 0.526 (F = 301.420, p = 0.000). However, when Supervisor -subordinate guanxi is added (Model 2), the total variance explained increased to 71.3% (F = 337.876, p = 0.000). Supervisorsubordinate guanxi explains an additional 18.7% of variance in communication effectiveness, after controlling for management style (R² change = 0.188, F change = 117.402, p = 0.000). Therefore, supervisor -subordinate guanxi has a moderating effect and hypothesis 4 is accepted. Both independent (β = 0.185, p = 0.000) and moderator (β = 0.693, p = 0.000) variables remain individually significant in predicting intra-organizational communication effectiveness.
H5: Supervisor -subordinate guanxi moderates the relationship between formalization of structure and intra-organizational communication effectiveness.
As presented in Table 5 -2, Model 1, the adjusted R² value is 0.456 (F = 227.808, p = 0.000). When supervisor -subordinate guanxi is added, the total variance explained increases to 71.6% (F = 342.376, p = 0.000), explaining an additional 26% of variance in communication effectiveness, after controlling for organizational structure (R² change = 0.260, F change = 248.294, p = 0.000). This shows that supervisor -subordinate guanxi has a moderating effect and hypothesis 5 is accepted. Jensen (2014) . This is expected as democratic managers treat employees as capable counterparts, actively seek their inputs for important matters and incorporate employees' suggestions when making decisions. On the other hand, a non-participative approach tends to create a suppressive environment which emphasizes top-down communication, discourages employee feedbacks and restricts the sharing of timely and important information.
The second research question is to find out the relationship between organizational structure and intra-organizational communication effectiveness. In line with earlier studies, a lower degree of formalization results in higher intra-organizational communication effectiveness as the flexibility enables information to be transmitted to relevant parties more directly, minimizing information distortion and loss. This is supported by Hage, Aiken and Marrett (1971) and Guo and Sanchez (2009) . Although a higher degree of formalization helps segregate tasks and responsibilities more clearly, it creates a rigid structure where departure from established chain-of-command for communication is discouraged (even during critical times) and employees are constantly monitored to ensure rule observation. Escalation and handling of issues also take a longer time in formalized organizations due to the presence of hierarchical communication blockages. As a result, information is delayed and distorted as communication is forced through more levels (impacting communication effectiveness).
The third research question is to study the relationship between workplace culture and intra-organizational communication effectiveness. A healthier workplace culture (transparent and cooperative) is found to be positively related to communication effectiveness. This is similar to the findings of Brown and Starkey (1994), Bielaszka-DuVernay (2007) and Carrison (2010) . In a cooperative environment, employees view each other as valued and trusted members of the organization and work hand-in-hand to achieve organizational goals. Communication is likely to be more frank, open and well-intended when people work well together and share trusting relationships. On the other hand, in an unhealthy working culture characterized by competition to outperform one another, lack of trust and negative reactions to constructive feedbacks; people keep important information to themselves and refrain from highlighting problems unless necessary. These behaviours impede effective communication and result in delayed problem identification and solving. 
Practical implications
The importance of effective intra-organizational communication cannot be overemphasized. In an environment where people from different backgrounds and personalities interact daily, effective communication helps align expectations, facilitates problem solving, builds cooperative relationships and channels employee efforts to achieve common goals (Robson, Skarmeas and Spyropoulou, 2006 
Limitations and recommendations for future research
This study has a number of limitations. Firstly, it has a relatively small sample size and respondents are mostly from the central region (Kuala Lumpur and Selangor). The small sample size limits the representativeness of responses to a larger population. The fact that respondents come mostly from the Central region further restricts its generalizability as the demographics and experiences of people in Kuala Lumpur and Selangor may differ from those in other regions. Future studies should take note to have a larger sample size and collect information from different regions to improve the generalizability of findings.
Questionnaires are self-administered and rely on respondents' understanding for interpretation. There is a possibility that respondents could misinterpret some of the statements in the questionnaire which could lead to bias responses. In the future, this can be reduced by allocating more time to conduct surveys so that the researcher can explain items in the questionnaire in more details to respondents. Making the questionnaire available in different languages such as Bahasa Malaysia, Chinese and Tamil could also help to minimize the risk of misinterpretation.
This paper may not be all encompassing and may have omitted some other organizational environmental factors that impact intra-organizational communication effectiveness such as time constraint and physical distance between company personnel. In further exploring the relationships, these factors could be included in future studies.
Lastly, the findings of this study are bounded by the cultural context within which the research was undertaken. More specifically, data was collected in Malaysia, which in most aspects, fits the Asian cultural profile that tends to be collectivist and relations-focused (stronger guanxi). However, the same cannot be said for more individualistic and achievement-oriented nations. Thus, it would be interesting to replicate this study in other countries and to compare the results.
